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There is a consensus that one of the main reasons for not joining or leaving the industry is ―low pay‖. Despite 
the well known connotation, studies comparing the local graduates‘ income in various areas of employment are 
limited.  The purpose of this study is to assess BHM graduates‘ salary in various areas of employment and 
compare the graduates by gender. Quantitative method is used to answer the research questions of this study. 
This study focused on Universiti Utara Malaysia (UUM) BHM graduates. Based on the participation of 89 
graduates this study discovered that there is no significant difference in male and female graduates‘ salary 
regardless their areas of employment. However, different from male graduates, female graduates are willing to 
work for low salary especially in other industry. Information provided from this study may signal the female 
students to better equip themselves for the industry and the female graduates to be more demanding and 
selective in their salary and career options. 
 




Worldwide, hospitality graduates employment rate in the hospitality industry is low(Kang& Gould, 2002; King 
et al., 2003;Patah, Abdullah, Naba, Zahari&Radzi, 2010).Continuous skilled employee shortage has been 
reported in the hospitality industry despite the mushrooming growth of higher learning institutions offering 
Bachelor of Hospitality Management (BHM) program (Kang & Gould, 2002; Lashley, 2011; Zahari, Hanafiah, 
Othman, Jamaluddin&Zulkifly, 2010).  
 
An employee is more likely to remain in the industry if the level of pay and employment condition is improved 
(Ryan, Ghazali&Mohsin, 2011). Although some argued that the hospitalityfirms provide perks such as lunch 
and accommodation that makes the industry‘s compensation equal with other industries (Johnson, 1983; Mkono, 
2010), many urged the industry to pay its employees better to avoid from losing its potential talented managers 
to other industries due to the unsatisfactory nature of the jobs and working condition(Kang & Gould, 2002; King 
et al., 2003; Raybould& Wilkins, 2005; Ryan et al., 2011; Teng, 2008; Walsh & Taylor, 2007).  
 
Among the specific characteristic of the hospitality industry is high number of female workers (Richardson & 
Butler, 2011). However, women‘ssalary and career advancement in the industry is more stagnant compared to 
male workers who are more likely to be offered―fast-track‖ career development and higher pay (Burgess, 2003). 
According to Burgess (2003), the small number of women in senior management positionis caused by 
engendered attitudes towards women, and women‘s attitude towards work. Thus, the average salary earned by 
women is lower compared to men. 
 
While the literature provides clear explanation of leaving or not seeking employment in the industry, the answer 
to questions related to BHM graduates‘ salary remains vague. Is there any significant difference in the salary 
earned by graduates in the hospitality industry compared to those in other industries? Is there any significant 
difference in the salary earned by female graduates compared to the male graduates?This makes it worthwhile to 
investigate the salary earned byBHM graduates in various areas of employment and explore if there is any 
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As in other countries, Malaysian hospitality industry is confronting with problems such as a shortage of skilled 
personnel and high employee turnover, and these may finally lead to poor service quality (Patah et al., 2010). 
Hospitality graduates either never took a hospitality job after graduating or left the industry for several reasons. 
Factors such as poor working conditions, workplace bullying, poor compensation, high pressure, exhausting 
physically repetitive job, long working hours, lack of motivation, training programs and development 
opportunities reduce hospitality graduates‘ inspiration to seek or continue employment in the industry (Patah et 
al., 2010; Richardson & Butler, 2011; Ryan et al., 2011; Zahari et al., 2010). Graduateslack of interest to be or 
remain in the industry is also caused by unfulfilled expectations. Many posts in the industry do not possess 
intrinsically high levels of satisfaction for many workers (Ryan et al., 2011). 
 
Effective management of employees‘ salary results in improved performance and conceivably, a firm‘s intent to 
reinforce the needed behaviours for organisational success through salary is more direct compared to other 
human resource practices (Carey, 2008). There is a consensus that compensation is one of the strongest 
determinants of behaviour (Ibrahim &Boerhaneoddin, 2010). Positive employee attitude and behaviour such as 
organisational commitment and organisational citizenship behaviour reduces employee turnover and enhances 
business profitability (Nankervis, 2000; Sun, Aryee, & Law, 2007). In addition, salary can serve as a tool to 
attract, motivate and to retain skilled workers (Hayes &Ninemier, 2008).  
 
Many hoteliers belief that gender discrimination occurs frequently and the discrimination is most often related to 
promotion, salary, selection and responsibility (Woods &Kavanaugh, 1994). According to Burgess (2003), there 
is a clear division of roles where men occupy jobs of perceived higher status and women to lower level jobs. 
The main factors of salary discrimination are the clear division of roles, educational level and social attitude. 
Both, individual and companies have a perception that it is more important for men to have a career compared to 
women, and that women are less likely to be assertive and thus, less suitable for higher-level positions. 
Furthermore, the social perceived that women are less mobile, and they are likely to have career breaks and 
possible departure from the hotel industry. Depressed by the findings, Burgess (2003) urged for a change in the 




Quantitativemethod is used to answer the research questions of this study. This is a population study and the 
population of this study is all UUM BHM graduates who graduated beginning the year 2008 until 2012. These 
graduates were identified from UUM‘s Alumni office. Population study was used to maximize the number of 
potential respondents.  
 
Students were contacted through Facebook, e-mail and phone calls. Based on the list given by the Alumni 
office, 342 graduates were contacted. Data collection begins on 1
st
 of June 2012, when the graduates were 
contacted using e-mail and Facebook. However, the response rate was very low. Only twenty eight graduates 
responded. To increase the response rate, graduates who did not respond were contacted using telephone. A total 
of 237 graduates were not reachable and eliminated from the population. This technique is as done by 
McKercher, Williams and Coghlan (1995). The graduates were not reachable for several reasons such as did not 
answer phone calls, has changed phone number, and are currently working abroad. A total of 105 graduates 
managed to be contacted and all these graduates participated in this research. However, only 89 questionnaires 
were usable. A research assistant was hired to conduct the time consuming phone survey interview. The 
research assistant has neither met nor teaches the graduates. It is important to ensure that such relationship does 
not exist between the research assistant and the graduates to avoid from response bias. 
 
Questionnaire with close ended questions was used to collect data from the respondents. The questionnaire is 
comprised of two sections, Section A and B. Section A consists of seven questions on demographic factors 
while Section B consists of seven close-ended questions on employment profile. The data collected in this study 
was analysed using Statistical Package for Social Science version 19.0 for Windows software program. 




Overall 89 questionnaires were usable to answer the research questions. Most (64 or 71.9%) of the respondents 
are female and only 25 (28.1%) respondents are male. Most (76 or 85.4%) of the respondents are single and 
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only 13 (14.6%) of them are married. Only two (2.2%) of the respondents had further their studies to Master 
level while almost all of them (87 or 97.8%) have remained with bachelor‘s degree. Majority (41 or 46.1%) of 
the respondents graduated in 2012. This is followed by 19 respondents (21.3%) who graduated in 2011, 14 
respondents (15.7%) graduated in 2010, 12 respondents (13.5%) in 2009, and three respondents (3.4%) in 2008. 
The descriptive statistics for demographic variables is displayed in Table 1. 
 
Table1.Statistics for demographic variables (n=89) 
Variable Description  Frequencies Percent 
Gender Male 25 28.1 
Female 64 71.9 
Marital Status Single 76 85.4 
Married 13 14.6 
Education Bachelor‘s Degree 87 97.8 
Master‘s Degree 2 2.2 
Year of  Graduation 2008 3 3.4 
2009 12 13.5 
2010 14 15.7 
2011 19 21.3 
2012 41 46.1 
 
This study discovered that graduates employment areas can be divided into three main categories. These are 
hospitality industry, education and other industries. Forty two (47%) respondents are working in the hospitality 
industry, 16 (18%) are in education and 31 (35%) are in other industries. Most of the graduates in the hospitality 
industry are those who graduated in 2012. Within the hospitality industry, the average salary of non-managers is 
RM1360, supervisors RM1860 and managers RM2163. The industry average for the hospitality industry is 
RM1725. The industry average for education sector is RM2238. As for other industries, the average salary for 
non-managers is RM1306, supervisors RM1400, and managers RM2162. The average salary for other industries 
is RM1668. The average monthly salary of graduates in various areas of employment is displayed in Table 2. 
 
Table2. Areas of employment and monthly salary 
Type of Industry and Employment Level  Average Salary in RM 
Hospitality Industry   Non-management 1360 
Supervisory 1860 
Management 2163 
Industry Average 1725 
Education Industry Average 2238 
Other Industries   Non-management 1306 
Supervisory 1400 
Management 2162 
Industry Average 1668 
 
One-way Anova with Post-hoc Tamhane test shows that there is a significant difference in the salary received 
between areas of employment. The salary in the education sector is significantly higher compared to the 
hospitality and other industries. This is because none of the graduates are employed at non-management level in 
the education sector. Result from One-way Anovatest is displayed in Table 3, and Post-hoc Tamhane test in 
Table 4. 
Table 3. One-way Anova test 
 Sum of Squares Df Mean Square F Sig. 
Between Groups 3835608.803 2 1917804.402 5.057 .008 
Within Groups 32617081.444 86 379268.389     
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Table 4. Post-hoc Tamhane test 
(I) EP4 (J) EP4 Mean Difference (I-J) Std. Error Sig. 
95% Confidence Interval 
Lower Bound Upper Bound 
hospitality industry education -512.02381 182.44883 .027 -976.4627 -47.5849 
others 57.50845 145.29752 .971 -298.5770 413.5939 
Education hospitality industry 512.02381 182.44883 .027 47.5849 976.4627 
others 569.53226 190.53336 .017 87.7153 1051.3492 
Others hospitality industry -57.50845 145.29752 .971 -413.5939 298.5770 
education -569.53226 190.53336 .017 -1051.3492 -87.7153 
 
Result from T-tests did not find any significant difference in the salary level between male and female. T-test 
focusing on graduates who graduated in the same year also did not find any significant difference in the salary 
level between the two genders. However, female graduates are willing to work for lower salary despite the type 
of industry they joined. In the hospitality industry female graduates are willing to work for salary as low as 
RM750 monthly while the lowest salary male graduates are willing to work for is RM1000. In the education 
sector the lowest salary earned by a female graduate is RM1000 while the male graduate earned RM2200.In 
other industries the lowest salary earned by a male graduate is RM1400 while eleven female graduates receive 
lower than the amount, ranging from RM550 to RM1350.Areas of employment and salary differences between 
male and female is displayed in Table 5. 
 
 
Table 5. Salary differences between male and female 
Areas of Employment Monthly Salary 
Gender 
Male Female 
Hospitality Industry The range of 
lowest salary  
750.00 0 1 
970.00 0             1 
1000.00 3 2 
Average salary for non-managers 1350 1368 
Average salary for supervisors 1600 2033 
Average salary for managers 2450 1990 
Education The range of 
lowest salary  
1000.00 0 1 
1500.00 0 2 
1800.00 0 1 
2000.00 0 3 
2200.00 1 1 
Average salary  2733 2123 
Other Industries The range of 
lowest salary  
550.00 0 1 
700.00 0 1 
750.00 0 1 
900.00 0 1 
1000.00 0 1 
1200.00 0 1 
1300.00 0 4 
1350.00 0 1 
1400.00 1 0 
Average salary for non-managers 1400 1300 
Average salary for supervisors  0 1400 




Less than half of UUM BHM graduates are employed in the hospitality industry, and those in the industry are 
fresh graduates. Vast literature has agreed that better opportunities in other industries such as faster career 
advancement, better salary, and better work condition are among the reasons jobs in the hospitality industry 
appear unattractive to hospitality graduates(Kang & Gould, 2002;Raybould& Wilkins, 2005; Teng, 2008; Walsh 
& Taylor, 2007). 
 
Except for education sector, this study discovered that there is no significant difference in the salary 
earnedbetween graduates working in the hospitality industry with those in other industries. This finding is in 
contrast with existing literature claims of better salary in other industries. The detail comparison of respondents 
areas of employment and salary revealed that the education sector pays the highest average salary and this is 
followed by the hospitality industry and other industries. This is because none of the graduates in the education 
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sector are working at non-management level. The average salary of graduates working in the hospitality industry 
is higher compared to other industries at all levels, non-management, supervisory and management.   
 
Female UUM BHM graduates are willing to work for low salary. This study discovered that despite the type of 
industry they are in, it is women who work for the lowest salary. Female UUM BHM graduates are willing to 
work for salary below RM1000, and as low as RM550 while the lowest salary male UUM BHM graduates are 
willing to work for is RM1000. This is consistent with Burgess (2003).  
 
The working condition in the hospitality industry such as long working hours and shift work may also be the 
reason for women‘s preference to work in other industries compared to the hospitality industry, even for a lower 
position and salary. A significant drop-out rate from employment in the hospitality industry among women 
graduates is also obvious in Ireland (O‘Leary & Deegan, 2012). As mentioned by Burgess (2003), women have 
different goals than men, and some women are not willing to take extra responsibilities even when offered 
promotion due to their obligation to their family. Women also cited negative attitudes towards them as 
managers. Thus, positive actions in terms of employment, attitudes towards women and childcare might enable 
women to achieve higher positions. Burgess (2003) also urged women to be tough like men. Providing some 
support to Burgess (2003) findings, this study highlights the need for more female graduates to be in 




The information provided in this study may help current and future BHM students to plan their career path. It 
also signals the need for the female students to better equip themselves for the industry and the female graduates 
to be more demanding and selective in their salary and career options.In addition, it urges the female graduates 
to be tough like the male graduates in order to succeed. As for the hospitality industry, it is timely for the 
industry to improve its compensation and working condition in order to avoid from losing trained and skilled 
BHM graduates to other industries. 
 
This study has several limitations. Firstly, the comparison of gender is based on the percentage of each gender 
where the total number of male respondents is less than half of the female respondents. Therefore, the 
percentage of female graduates in the hospitality industry and in management position is lower only in terms of 
percentage but not in number. Secondly, very few of the suggestions in the implication section are given by the 
respondents. This is merely a descriptive study with the objective to assess graduates salary within various areas 
of employment and the gender differences. Thus, respondents were not asked how BHM program could improve 
the achievement of management position and how the hospitality industry could attract and retain skilled 
workers among their graduates. The two questions need to be addressed especially among the female graduates 
due to the high number of this gender studying and graduating in BHM program compared to the opposite sex. 
Future studies could address the questions from various perspectives including the industrial perspective to add 
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